DIVERSITY MANAGEMENT POLICIES Section 1

Diversity Management

The Lafayette Housing Authority is committed to a work environment in which all individuals are
treated with respect and dignity. Everyone has the right to work in a professional atmosphere that
promotes equal employment opportunities and prohibits discriminatory practices, including
harassment. Therefore, the LHA expects that all relationships among persons in the workplace will
be business-like and free of bias, prejudice and harassment.

Nondiscrimination and Antiharassment
Policy No. 110

The Housing Authority has created these policies to ensure employees can work in an environment
that is free from unlawful harassment, discrimination and retaliation. The LHA will make every
reasonable effort to ensure that all reported violations of this policy are objectively investigated
and promptly resolved.

The law and the policies herein apply to everyone in the workplace (i.e., applicants, employees,
supervisors/managers, interns, tenants, vendors or any other third party). The policies may not be
used as a basis for excluding or separating individuals from participating in work-related activities
because of a protected characteristic. In other words, the law and the Agency’s policies prohibit
disparate treatment (and impact) based on race, color, religion, sex (pregnancy, gender identity,
and sexual orientation), age, national origin, political beliefs, veteran status, genetic predisposition
(including sickle cell), disability, or any other protected characteristic established by law.

Conduct prohibited by these policies is unacceptable in the workplace and in any work-related
setting outside the workplace, such as during business trips, business meetings and business-
related social events. Directors/supervisors are responsible for discussing these policies with
subordinates and ensuring that the workplace is free of all forms of harassment and discrimination.

Equal Employment Opportunity

Equal Employment Opportunity (EEO) has been, and will continue to be, a fundamental principle
at the Housing Authority, where employment is based upon job-related factors such as educational
background, work experience and ability to perform the essential functions of the job without
regard to race, color, religion, sex (pregnancy, gender identity, and sexual orientation), age,
national origin, political beliefs, genetic predisposition (including sickle cell), disability, or any
other protected characteristic as established by law.

The Agency is dedicated to the fulfillment of this policy regarding all aspects of employment,
including but not limited to recruiting, hiring, placement, transfer, training, promotion,
compensation, termination and all other terms, conditions and privileges of employment.

Retaliation
The Housing Authority encourages individuals to report all incidents of discrimination and/or
harassment. Where appropriate, the Agency will objectively and promptly investigate such reports.
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The Housing Authority strictly prohibits retaliation against an individual who reports
discrimination or harassment, or who participates in an investigation of such reports.

Sexual Harassment

Sexual harassment is discrimination and as such it is illegal under federal, state and local laws.
Sexual harassment is defined, as in the Equal Employment Opportunity Commission (EEOC)
Guidelines, as unwelcome sexual advances, requests for sexual favors and other verbal or physical
conduct of a sexual nature when, for example: a) submission to such conduct is made either
explicitly or implicitly a term or condition of an individual’s employment; b) submission to or
rejection of such conduct by an individual is used as the basis for employment decisions affecting
such individual; or c¢) such conduct has the purpose or effect of unreasonably interfering with an
individual’s work performance or creating an intimidating, hostile or offensive working

environment.

Title VII of the Civil Rights Act of 1964 recognizes two types of sexual harassment: quid pro quo
and hostile work environment. Sexual harassment may include a range of subtle and not-so-subtle
behaviors and may involve individuals of the same or different gender. Depending on the
circumstances, these behaviors may include unwanted sexual advances or requests for sexual
favors; sexual jokes and innuendos; verbal abuse of a sexual nature; commentary about an
individual’s body, sexual prowess or sexual deficiencies; leering, whistling or touching; insulting
or obscene comments or gestures; displaying sexually suggestive objects or pictures in the
workplace; and other physical, verbal or visual conduct of a sexual nature.

Harassment :

Harassment based on any other protected characteristic is also strictly prohibited. Under this
policy, harassment is verbal, written or physical conduct that degrades, or shows hostility or
aversion toward an individual because of his/her race, color, religion, sex, sexual orientation,
gender identity or expression, national origin, age, disability, marital status, citizenship, genetic
information, or any other characteristic protected by law, or that of his/her relatives, friends or
associates, and that: a) has the purpose or effect of creating an intimidating, hostile or offensive
work environment; b) has the purpose or effect of unreasonably interfering with an individual’s
work performance; or ¢) otherwise adversely affects an individual’s employment opportunities.

Harassing conduct includes, but is not limited to: epithets, slurs or negative stereotyping;
threatening, intimidating or hostile acts; denigrating jokes; and written or graphic material that
degrades, or shows hostility or aversion toward an individual or group that is on the employer’s
premises or circulated in the workplace, on company time or using company equipment by e-mail,
phone (including voice messages), text messages, social networking sites or other means.

Bullying
Workplace bullying, as defined by the EEOC, is repeated and unwanted actions by an individual
or group intending to intimidate, harass, degrade or offend.

Some examples of bullying behavior are:

e Verbal communication e Abusive and offensive language
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o Insults ® Psychological manipulation

e Teasing o Unfairly blaming for mistakes

e Spreading rumors and innuendos o Setting people up for failure

o Unreasonable criticism » Deliberate exclusion

e Trivializing work and achievements e Excessive supervision

e Manipulating the work environment e Practical jokes

e [solating people from normal work e Belittling or disregarding opinions or
interactions suggestions

e Excessive demands e Criticizing in public

e Setting impossible deadlines
Context is important in understanding bullying, particularly verbal communication. There is a
difference between friendly insults exchanged by long-time work colleagues and comments that
are meant to be, or are taken as, demeaning. While care should be exercised, particularly if a person
is reporting alleged bullying as a witness, it is better to be genuinely mistaken than to let actual
bullying go unreported.

Political Activities
Discrimination against an individual based on his/her political activities is prohibited. The Housing
Authority will not:

e Forbid or prevent an employee from running for public office or exercising other political
rights; and
e Terminate an employee because of his/her political opinions.

Reporting Procedure

The Housing Authority encourages individuals to report all incidents of discrimination, harassment
or retaliation, regardless of the offender’s identity or position. Individuals who believe that they
have been the victim of, or witness to, such conduct should discuss his/her concerns with his/her
immediate supervisor, any member of management, or Human Resources. When Human
Resources, a supervisor and/or member of management is notified of such conduct, it is his/her
responsibility to immediately notify the Executive Director.

Therefore, while no fixed reporting period has been established, early reporting and intervention
have proven to be the most effective method of resolving incidents of discrimination or
harassment. Reported allegations of harassment, discrimination or retaliation will be objectively
investigated promptly and thoroughly as outlined in the Workplace Investigations policy herein.

In addition, the Housing Authority encourages individuals who believe they are being mistreated
to promptly advise the offender that his/her behavior is unwelcome and to request that it be
discontinued. Often this action alone will resolve the problem. However, the LHA recognizes that
an individual may prefer to pursue the matter through reporting procedures.

Employees violating this policy will be subject to disciplinary action, up to and including
termination. Supervisors/members of management that do not appropriately act upon reports of
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harassment, discrimination, bullying, retaliation or any wrong doing will be subject to disciplinary
action, up to and including termination.

Americans with Disabilities Act
Policy No. 111

The Housing Authority is committed to complying with all applicable provisions of the Americans
with Disabilities Act (ADA) and its amendments. It is the Company's policy not to discriminate
against any qualified employee or applicant regarding any terms or conditions of employment
because of such individual's disability or perceived disability so long as the employee can perform
the essential functions of the job. Consistent with this policy, the Company will provide reasonable
accommodations to a qualified individual with a disability, as defined by the ADA, who has made
the Company aware of his/her disability, provided that such accommodation does not cause a direct
threat to individuals or constitute an undue hardship on the organization. An individual with
a “disability” is defined by the ADA as a person who has a physical or mental impairment that
substantially limits one or more major life activities, a person who has a history or record of such
impairment, or a person who is perceived by others as having such impairment.

Reasonable Accommodations

Employees/applicants are responsible for requesting reasonable accommodations as needed. The
accommodation process is interactive; employees/applicants requiring accommodation are
encouraged to suggest reasonable accommodations based upon his/her own life and/or work
experiences. The following is a non-exhaustive list of common types of accommodations from the

EEOC’s Guidelines:

e Modifying work schedules or supervisory methods.

* Granting breaks or providing leave.

e Altering how or when job duties are performed.

* Removing and/or substituting a marginal function.

* Moving to a different office space.

e Providing telework.

e Making changes in workplace policies.

* Providing assistive technology, including information technology and communications
equipment or specially designed furniture.

* Providing a reader or other staff assistant to enable employees to perform their job
functions, where the accommodation cannot be provided by current staff.

* Removing an architectural barrier, including reconfiguring workspaces.

* Providing accessible parking.

* Providing materials in alternative formats (e.g., braille, large print).

¢ Providing a reassignment to another job.



DIVERSITY MANAGEMENT POLICIES Section 1

" Procedure for Requesting an Accommodation

Individuals with a disability who believe they need a reasonable accommodation to perform the
essential functions of the position are to contact the Executive Director or designee. The Housing
Authority encourages individuals with disabilities to come forward and request reasonable
accommodation.

Upon receipt of an accommodation request, the Executive Director or designee, the employee’s
supervisor, and the employee will meet to discuss and identify the precise limitations resulting
from the disability and the potential accommodation that the Agency may make to help overcome
those limitations.

Employees seeking an accommodation are to submit an Accommodation Request Form to the
Executive Director or designee. The Housing Authority will determine the feasibility of the
requested accommodation considering various factors, including, but not limited to the nature and
cost of the accommodation, the availability of tax credits and deductions, outside funding, LHA's
overall financial resources and organization, and the accommodation's impact on the operation of
the Company, including its impact on the ability of other employees to perform their duties and on
LHA’s ability to conduct business.

Employees will receive an Accommodation Request Resolution Form within five business days of
request receipt detailing its decision. If the accommodation request is denied, employees will be
advised of his/her right to appeal the decision by submitting a written statement to the Executive
Director explaining the reasons for the request. If the request on appeal is denied, that decision is
final.

The ADA does not require the LHA to make the best possible accommodation, to reallocate
essential job functions, or to provide personal use items (e.g., eyeglasses, hearing aids, wheelchairs
etc.).

All employees are required to comply with the Agency’s safety standards. Current employees who
pose a direct threat to the health or safety of themselves or others in the workplace will be placed
on administrative leave until an organizational decision has been made regarding the employee’s
immediate employment situation.

Individuals who are currently using illegal drugs (see the Drug-Free Workplace policy) are
excluded from coverage under the Agency’s ADA policy.

An employee or job applicant who has questions regarding this policy or believes that he/she has
been discriminated against based on a disability should notify the Executive Director or designee.
All such inquiries or complaints will be treated as confidential to the extent permissible by law.
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